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UNITED  STATES  ARMY 

THE  CHIEF  OF  STAFF 

August  20,  1991 


MEMORANDUM  FOR  COMMANDER,  U.S.  ARMY  RECRUITING  COMMAND,  FORT 

SHERIDAN,  ILLINOIS  60037-6000 

SUBJECT:  Chief  of  Staff's  Recruiter  of  Excellence  Association 

• i 

•V*  f ’ 

1 The  Chief  of  Staff's  Recruiter  of  Excellence  Association  was 
established  to  recognize  those  recruiters  who  achieve  excellence 
in  recruiting.  Excellence  in  soldier  quality  is  directly  related 
to  excellence  in  recruiting.  For  these  reasons,  the  Army's 
readiness  posture,  to  a great  extent,  is  the  responsibility  of 
the  United  States  Army  Recruiting  Command  (USAREC) . 

2.  Current  standards  for  enlistment  provide  for  acceptance  of 
persons  who  are  mentally  and  physically  capable  of  completing 
military  training  and  performing  duties  on  a world-wide  basis. 
Failure  to  achieve  the  Army  program  for  quality  soldiers  will 
have  an  adverse  impact  on  force  readiness. 

3.  The  importance  of  your  mission  cannot  be  overstated.  USAREC 
can  make  the  difference  between  meeting  minimum  requirements  or 
achieving  outright  excellence.  Therefore,  I have  approved  the 
continuation  of  the  Recruiter  of  Excellence  Association  with  the 
challenge  to  each  of  your  soldiers  to  make  that  difference  and 
receive  recognition  for  doing  so  by  becoming  a member  of  the 
Chief  of  Staff's  Recruiter  of  Excellence  Association. 

4.  If  my  schedule  allows  me  to,  I would  be  honored  to  assist  in 
the  presentation  of  the  Chief  of  Staff  Recruiter  of  Excellence 
Association  Award  to  each  deserving  recruiter.  Request  that  you 
contact  the  Director  of  the  Army  Staff  once  you  have  determined 
the  exact  date  of  the  award  ceremony. 


■ This  publication  is 
authorized  by  AR  360-81  for 
members  of  the  U.S.  Army. 
Contents  of  the  Recruiter 
Journal  are  not  necessarily 
official  views  of,  or  endorsed 
by,  the  U.S.  Government, 
Department  of  Defense, 
Department  of  the  Army,  or 
the  U.S.  Army  Recruiting 
Command. 

■It  is  published  monthly  using 
offset  printing  by  the  Public 
Affairs  Office,  U.S.  Army 
Recruiting  Command,  ATTN: 
RCAPA-PA,  Building  103, 
Fort  Sheridan,  IL  60037- 
6020,  DSN  459-7003,  com- 
mercial (708)  926-7003. 
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The  way  I see  it 


A recruiter  writes:  I am  a USAR  recruiter.  My  mission 
is  currently  five  times  that  of  my  Regular  Army  counter- 
parts and  I believe  this  to  be  severely  unfair.  Army 
regulations  allow  for  RA  recruiters  to  enlist  soldiers  for 
the  USAR.  The  way  I see  it  is  that  when  the  mission  is 
distributed  commanders  should  ensure  a more  equitable 
breakdown.  My  Reserve  mission  is  equal  with  many  of 
the  large  recruiting  stations’  mission.  RA  recruiters  could 
easily  be  assigned  a portion  of  the  reserve  mission.  The 
question  is,  why  don’t  the  leadership 
teams  practice  this  philosophy.  I am 
going  to  do  my  best,  but  I’m  only 
human.  I have  always  been  successful, 
however,  if  my  mission  continues  to 
be  increased  I cannot  guarantee  my 
continued  success. 

PAE  responds:  As  our  Regular 
Army  mission  becomes  lower,  it  will 
become  more  important  to  allocate 
Regular  Army  recruiting  resources  to 
the  Army  Reserve  mission. 

The  CG,  at  the  last  series  of  battalion  after  action 
reviews,  gave  command  guidance  that  Regular  Army 
recruiters  will  receive  a USAR  mission.  Expect  to  see  this 
happen  starting  first  quarter. 

A recruiter  asks:  Why,  with  the  downsizing  of  the 
force,  aren’t  OORs  allowed  to  reclassify  back  to  their  old 
MOS?  This  is  one  job  in  the  Army  where  attitude  is  95 
percent  of  the  job.  The  recruiter  should  be  allowed  to 
change  back  without  any  repercussion,  especially  if  he  or 
she  has  faithfully  served  recruiting  for  any  length  of  time. 

The  Deputy  Chief  of  Staff  responds:  As  the  Army 
undergoes  reduction,  USAREC  has  not  gone  untouched. 
We  have  also  been  affected  by  the  draw  down.  We  have 
opted  to  reduce  detailed  recruiter  positions  and  not  cadre. 
The  idea  is  to  maintain  a professional  force.  Once  detailed 
recruiters  have  reclassified,  the  opportunity  to  voluntarily 
go  back  to  their  previous  MOS  is  virtually  non-existent, 
especially  when  MOS  00R  is  a critical  shortage  MOS.  As 
in  any  MOS  in  the  Army  that  is  considered  critical, 
soldiers  are  not  allowed  to  reclassify  into  an  overage  or 
balanced  MOS  unless  they  are  no  longer  qualified  IAW 
AR  611-201. 

Cadre  recruiters  also  enjoy  certain  advantages  not 
common  in  the  mainstream  Army;  such  as  accelerated 
promotions  from  SSG  to  SFC  (overall  selection  rate  of  77 
percent  versus  15.9  percent  for  Army),  merit  promotions 


to  SSG/SFC,  special  duty  pay,  etc.  These  incentives  exist 
because  00R  is  such  a critical  field. 

A recruiter  writes:  I feel  that  MEPS  should  also  issue 
certificates  of  enlistment  to  U.S.  Army  Reserve  enlistees. 
They  need  to  feel  just  as  special  as  a regular  active  duty 
enlistee. 

Let  them  know  that  they  are  a total  part  of  the  “One- 
Army  Concept”  and  that  they  are  just  as  important  as  any 
Regular  Army  enlistee. 

Many  times  USAR  enlistees  want  to 
know  why  they  don’t  have  enlistee  certifi- 
cates or  cards  of  guarantee  that  RA  enlis- 
tees receive.  If  we  are  truly  a “One- Army 
Concept,”  then  show  it  to  our  USAR  en- 
listees also. 

Reserve  Affairs  responds:  In  response 
to  your  concern  that  USAR  enlistees  do 
not  receive  appropriate  recognition  upon 
their  enlistment  into  the  USAR,  we  have 
reviewed  our  procedures. 

There  are  currently  several  programs  in  place  which 
were  designed  to  instill  a sense  of  pride  and  accomplish- 
ment in  newly  enlisted  USAR  members.  Guidance  coun- 
selors are  required  to  issue  USAREC  Form  436A,  USAR 
DTP  Wallet  Card,  and  USAREC  Form  589,  Certificate 
of  Enlistment,  to  all  new  DTP  members.  Additionally, 
USAREC  Regulation  601-82  requires  the  recruiting  bat- 
talion commander  to  send  a welcome  letter  to  all  USAR 
enlistees. 

We  will  look  into  the  possibility  of  making  the  Certifi- 
cate of  Enlistment  USAR  specific  so  new  members  feel 
like  part  of  the  USAR  team. 

We  will  also  incorporate  the  requirement  for  issuing 
the  Certificate  of  Enlistment  into  the  USAR  Ownership 
Regulation  so  all  information  is  consolidated. 

A recruiter  asks:  Is  the  CHAMPUS  deductible  $300 
per  family  member? 

From  CHAMPUS  News:  The  annual  CHAMPUS  de- 
ductible for  outpatient  care  increased  for  many  CHAM- 
PUS-eligible  families  on  April  1, 1991. 

The  outpatient  deductible  for  each  fiscal  year  increased 
to  $ 1 50  for  an  individual,  and  a total  of  $300  for  the  entire 
fam  ily . The  previous  amounts  were  $50  and  $ 1 00,  respec- 
tively. The  original  law  that  increased  the  annual  deduct- 
ibles provided  that  the  amounts  for  the  family  members 
of  active-duty  E-4s  and  below  would  not  increase,  but 
would  remain  at  $50  and  $100. 
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News  Briefs 


Closures  and 
realignments 

■ Congress  cleared  the  way  for 
DoD  to  close  34  stateside  military 
facilities  under  the  Defense  Base 
Closure  and  Realignment  Act  of 
1990.  An  additional  48  stateside 
activities  were  selected  for 
realignment  when  Congress  ap- 
proved them  before  the  August 
recess. 

But  the  closure  notice  held 
some  good  news  for  four  installa- 
tions originally  slated  to  close, 
said  DoD  officials.  The  final  find- 
ings indicated  that  they  should 
remain  fully  operational.  They  are: 

■ Fort  McClellan,  Ala. 

■ Naval  Training  Center,  Or- 
lando, Ha. 

■ Naval  Air  Station,  Whidbey 
Island,  Wash. 

■ Moody  Air  Force  Base,  Ga. 

“Fewer  forces  require  fewer 

bases,”  the  independent  Defense 
Base  Closure  and  Realignment 
Commission  officials  said.  “By 
eliminating  unnecessary  facilities, 
limited  dollars  can  go  to  vital 
military  needs.” 

James  Courter,  the 
commission’s  chairman,  was 
equally  blunt:  “We  can’t  afford  in 
this  country  to  have  bases  with  no 
planes,  bases  with  no  divisions, 
barracks  with  no  soldiers.” 

The  commission  estimates  that 
between  fiscal  years  1992  and 
1997,  these  actions  will  result  in 
net  savings  of  $2.3  billion,  follow- 
ing a one-time  cost  of  $4.1  bil- 
lion. Annual  savings  are 
estimated  to  be  $1.5  billion  after 
the  closings  and  realignments  are 
completed. 


The  five  Army  installations  and 
facilities  approved  for  closure  by 
Congress  under  the  Defense  Base 
Closure  and  Realignment  Act  of 
1990  are: 

■ Fort  Ord,  Calif. 

■ Sacramento  Army  Depot, 
Calif. 

■ Fort  Benjamin  Harrison,  Ind. 

■ Fort  Devens,  Mass. 

■ Harry  Diamond  Laboratory 
Research  Facility, 
Woodbridge,  Va. 

The  Army  installations  and 
facilities  selected  for  realignment 
are: 

■ Army  Corps  of  Engineers  ac- 
tivities 

■ Fort  Chaffee,  Ark. 

■ Rock  Island  Arsenal,  111. 

■ Fort  Polk,  La. 

■ Aviation  Systems  Com- 
mand/Troop Support  Com- 
mand, St.  Louis 

■ FortDix,  N.J. 

■ Letterkenny  Army  Depot, 

Pa. 

■ Ten  research,  development, 
testing  and  evaluation 
laboratories 

■ Seven  medical  laboratories 

MSG  Linda  Lee,  AFIS 


Easing  out 

■ Service  members  facing 
involuntary  separation  are  being 
offered  additional  benefits  to  help 
their  move  into  civilian  life. 

All  separatees  get  certain 
benefits,  said  Christopher  Jehn, 
assistant  secretary  of  defense  for 
force  management  and  personnel. 
Preseparation  counseling,  employ- 
ment and  relocation  assistance  are 
just  a few  ways  DoD  helps  those 
leaving  military  service  voluntari- 
ly or  involuntarily. 

‘Then,  there  are  more  generous 
benefits,  such  as  extended  post  ex- 
change and  commissary 
privileges,  medical  care  and  ac- 
cess to  military  housing,”  Jehn 
said.  “These  things,  in  addition  to 
separation  pay,  will  be  available 
to  individuals  who  are  involuntari- 
ly separated.” 

Jehn  said  the  additional 
benefits,  authorized  by  the  fiscal 
1991  National  Defense  Authoriza- 
tion Act,  will  help  service  mem- 
bers who  find  their  careers  cut 
short  because  of  DoD’s  planned 
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drawdown  and  business-as-usual 
separations,  said  Jehn,  DoD  will 
give  the  extra  benefits  to  all  those 
being  involuntarily  separated  who 
meet  certain  prerequisites.  Person- 
nel officials  said  the  package  in- 
cludes: 

■ Commissary  and  exchange 
privileges  for  two  years  after 
separation. 

■ Continued  use  of  govern- 
ment family  quarters  for  a 
reasonable  rent  for  up  to  180 
days. 

■ Up  to  120  days  of  coverage 
in  the  Civilian  Health  and 
Medical  Program  of  the 
Uniformed  Services  or  in- 
house  care,  depending  on 
the  member’s  length  of 
active  service;  and  one  year 
coverage  for  pre-existing 
conditions  if  enrolled  in  a 
DoD-approved  conversion 
health  insurance  plan. 

■ Priority  placement  in  the 
National  Guard  or  Reserve 
on  applications  made  within 
one  year  of  separation. 

■ One-time  employment 
preference  in  non- 
appropriated  fund  positions 
for  separating  members  and 
their  family  members. 

■ The  option  for  students  to 
spend  their  senior  year  in  the 
DoD  Dependents  Schools 
system  if  they  have  com- 
pleted the  1 1th  grade  when 
their  sponsor  is  separated. 

■ The  option  to  enroll  in  the 
Montgomery  GI  Bill  or  con- 
vert to  it  from  the  Veterans 
Educational  Assistance  Pro- 
gram before  separation. 

■ Up  to  10  days  of  permissive 
TDY  or  30  days  of  excess 
leave  for  job  or  house  hunt- 
ing or  other  relocation  ac- 
tivities, mission  permitting. 

■ Shipment  of  household 


goods  to  any  stateside  des- 
tination within  a year  of 
separation;  up  to  a year’s 
storage  at  government  ex- 
pense. 

Address  questions  concerning 
eligibility  and  specific  benefits  to 
local  personnel  and  finance  of- 
fices, Jehn  said. 

MSG  Linda  Lee,  AFIS 


CHAMPUS 

changes 

Beginning  October  1,  14  types 
of  outpatient  procedures  for 
CHAMPUS -eligible  persons  will 
require  non-availability  state- 
ments. 

The  outpatient  procedures  in- 
clude certain  hernia  repairs; 
breast  mass  or  tumor  removal; 
nose  repair,  removal  of  tonsils  or 
adenoids;  and  cataract  removal. 

COL  James  L.  Soule  Jr.,  patient 
administration  consultant  to  the 
Army  Surgeon  General,  said  the 
new  policy  should  help  control 
rising  hospital  costs. 

“Since  we  usually  have  the 
resources  and  personnel,  we  want 
to  provide  the  care  ourselves,” 
Soule  said.  “If  that  is  not  possible, 
we’ll  take  the  next  most  cost  ef- 
fective route,  such  as  permitting  a 
civilian  doctor  to  perform  the  pro- 
cedure in  our  facility  with  our 
staff.  If  that  isn’t  possible,  we  will 
issue  the  non-availability  state- 
ment for  a civilian  health  care 
provider.” 

Previously,  these  statements 
were  only  required  for  non-emer- 
gency inpatient  care  from  civilian 


sources  for  soldiers,  family  mem- 
bers and  retirees  who  lived  within 
the  zip  code  service  area  of  the 
nearest  military  hospital. 

The  new  policy  does  not  affect 
persons  living  outside  the  40-mile 
radius  zip  code  area.  Also  exempt 
are  persons  seeking  emergency 
care  from  a civilian  hospital 
within  the  area  and  those  who 
have  primary  health  insurance 
that  pays  before  CHAMPUS  and 
provides  coverage  for  the  needed 
treatment. 

Patients  with  questions  on  the 
new  policy  can  consult  their  local 
military  hospital’s  health  benefits 
advisor.  Even  with  the  changes, 
patients  do  not  need  a non- 
availability statement  to  see  a 
physician  for  a diagnosis. 
ARNEWS 


ANC  Spirit  of 
Nursing  Award 
Program 

I The  first  mailing  of  the  ANC 
Spirit  of  Nursing  Award  Program 
selection  materials  to  accredited 
nursing  school  deans  was  sent  out 
on  September  27, 1991. 

For  information  on  the  program 
recruiters  can  refer  to  the  new 
USAREC  Regulation  600-32, 
which  can  be  found  in  the  Recruit- 
ing Station  Administration  up- 
date, Issue  T,  September  1991. 

Program  materials  were  also 
shipped  to  battalions  and  brigade 
A&PA  offices  September  27, 

1991.  The  deadline  for  schools  to 
submit  entries  has  been  extended 
until  February  12, 1992. 

POC  is  Ms.  Melanie  Moore, 

HQ  USAREC  A&PA,  1-800-223- 
3735,  extension2150. 
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Pro  Talk 


Understanding  behavior 

Why  people  buy 


As  a professional  recruiter,  selling  the  Army  and  the 
Army  Reserve  is  your  business.  All  of  your  sales 
training  has  taught  you  that  before  you  can  sell  any- 
thing, you  must  first  find  the  prospect’s  critical  need 
that  your  product  can  fill.  Before  anyone  buys  an  enlist- 
ment or  a commission  into  the  Army  or  the  Army 
Reserve,  they  must  first  feel  dissatisfied  with  their  cur- 
rent condition.  A sale  cannot  be  made  unless  this  dis- 
satisfaction exists  and  you  can  identify  it  The  process 
of  identifying  a need  and  satisfying  that  need  is  known 
as  “needs  based  selling.”  This  is  the  type  of  selling  that 
you  do  as  a professional  recruiter  for  the  Army. 

A key  point  that  must  be  remembered  is  that  every 
single  action  that  takes  place  in  sales  does  so  because 
of  a felt  dissatisfaction.  Before  anyone  buys  our 
product  and  enlists  or  accepts  a commission,  they  must 
first  be  able  to  see  that  using  our  product  will  lead  them 
to  greater  satisfaction.  They  must  be  able  to  see  that 
serving  in  the  Army  or  the  Army  Reserve  will  help 
them  achieve  their  goals  and  allow  them  to  reach  their 
dreams. 


To  make  a prospect  aware  of  this  felt  dissatisfaction, 
you  must  first  discover  what  his  goals  really  are.  You 
must  find  out  what  his  dreams  really  are.  You  must  dis- 
cover where  he  would  like  to  be.  This  is  done  by  asking 
questions,  using  effective  listening  techniques,  and  ac- 
curately determining  the  needs  and  interests. 

Once  you  have  really  clarified  and  determined  this 
dream,  you  must  make  him  aware  of  where  he  is  now. 


You  must  find  the 
prospect’s  critical  need 
that  your  product  can  fill 


And  then  you  must  use  your  sales  presentation  skills  to 
show  him  how  his  dream  can  be  achieved  through  an 
Army  benefit. 


The  A-B-C  Theory 


Where  the 
prospect  is 


The  use  of 
your  product 


Prospect’s 
area  of  greater 
satisfaction 
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In  every  single  case  you  are  selling  the  positive  feel- 
ing an  Army  enlistment  or  commission  will  provide  to 
the  individual.  The  Brian  Tracy  Corporation  calls  this 
the  “A  B C Theory.”  This  theory  simply  says  that  to  get 
from  A to  C you  must  pass  through  B. 

If  “A”  is  where  the  prospect  is  (with  a felt  dissatisfac- 
tion), and  “C”  is  where  the  prospect  wants  to  be  (the 
area  of  greater  satisfaction),  to  get  from  “A”  to  “C”  you 
must  pass  through  “B.”  And  “B”  is  the  point  where  you 
show  the  prospect  how  your  product  will  satisfy  his  felt 
dissatisfaction  — how  the  Army  can  satisfy  his  needs. 

Buying  motivations  are  always  based  on  emotions. 
And  the  two  greatest  buying  motivations  are: 

1.  The  fear  of  loss. 

2.  The  desire  for  gain. 

It  is  always  the  presence  of  either  the  emotion  of 
desire  or  fear  that  makes  the  big  difference  in  whether 
or  not  a person  buys. 

Now  that  you  know  that  a “felt  dissatisfaction”  must 
be  created  and  that  the  emotion  of  either  a fear  of  loss 
or  a desire  for  gain  must  be  brought  to  bear  on  this  dis- 
satisfaction, let’s  answer  the  question,  “Why  do  people 
really  buy?” 

People  always  buy  for  improvement.  They  buy  to  be- 
come better  off  than  they  were  before.  All  people  are 
preoccupied  with  themselves.  And  if  you  listen  long 
enough  and  well  enough,  the  prospect  will  always  tell 
you  what  his  main  needs  and  concerns  are.  Letting  him 
talk  allows  him  to  disclose  his  area  of  dissatisfaction, 
the  area  he  wants  to  improve  upon.  In  sales  this  is  com- 
monly called  ‘The  Freudian  Slip.” 

This  area  of  desired  improvement  is  commonly 
called  the  “Hot  Button”  — the  primary  reason  why 


someone  will  buy  your  product.  While  this  “Hot  But- 
ton” is  usually  related  to  status,  prestige,  health,  or 
respect,  you  must  realize  it  is  always  the  key  benefit 
that  any  person  is  looking  for  — and  therefore  it  is 
what  you  must  find  in  every  sales  conversation  and 
presentation. 

Realize  that  people  are  very  careful  in  giving  you  the 
information  for  this  area  of  dissatisfaction.  They  use  ex- 
treme caution  since  they  know  subconsciously  that  they 
will  buy  if  you  can  find  and  satisfy  their  need.  This  is 
why  it  is  very  important  for  you  to  use  skillful  presenta- 
tion techniques,  proper  questioning  techniques,  and  ef- 
fective listening  skills  to  get  this  information  in  your 
selling  efforts. 

Telling  is  not  selling.  Ask  questions  one-third  of  the 
time.  Listen  carefully  two-thirds  of  the  time  to  find  out 
what  the  prospect’s  real  dream  is.  Find  out  where  he 
wants  improvement.  Find  the  area  of  dissatisfaction. 
Create  an  emotion.  And  satisfy  this  need. 


If  you  can’t  write  your 
idea  on  the  back  of  a 
business  card,  you  don’t 
have  a clear  idea. 

— Anonymous 


Training  Tips 

Question:  Why  is  finding  the  true  need  (felt  dissatisfaction)  one  of  the  most  important  parts  of 
the  sales  presentation? 

Answer:  If  there  is  no  presentation,  there  can  be  no  sale.  In  order  to  sell  successfully  you 
must  accurately  determine  the  prospect’s  true  need,  or  what  is  called  the  “felt  dissatisfaction." 

The  most  successful  strategy  is  based  on  performing  a sales  diagnosis  — the  identification  of 
a prospect’s  needs  — followed  by  recommendations  based  upon  these  identified  needs. 
Prospects  buy  solutions,  not  products  or  services. 
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Ad-Vantage 


Our  Heritage 


In  recent  years,  there  is  rising 
concern  in  the  U.S.  regarding 
the  quality  of  American  history 
and  social  studies  education  at  the 
secondary  school  level.  The  prob- 
lem is  tied  to  an  assortment  of  is- 
sues including  outdated  textbooks, 
limited  financial 
resources  within 
school  systems, 
and  general  stu- 
dent disinterest  in 
history  and  so- 
cial studies. 

The  U.S.  Army 
Recruiting  Com- 
mand recognizes 
the  need  for  effec- 
tive teaching  aids 
that  stimulate  stu- 
dent interest  in 
these  less  popular 
subject  areas.  For 
the  past  three 
years,  the  Army 
has  produced 
teaching  materials  that  are  dis- 
tributed nationwide  to  over  17,500 
high  schools  reaching  an  estimated 
8.5  million  students. 

The  award-winning  program, 
called  “Our  Heritage  Series,”  in- 
volves the  development  of 
materials  for  classroom  use  that  ad- 
dress current  issues  within  a histori- 
cal framework.  The  teaching 
materials  consist  of  a large 
(24"x36"),  fully  illustrated  four- 
color  poster,  a four-page  Teacher’s 
Guide  and  an  evaluation  card. 

The  posters  highlight  each 
year’s  program.  Filled  with  interest- 


ing charts,  figures,  pictures,  and 
carefully  written  copy,  these 
posters  are  designed  to  arouse 
curiosity  and  elicit  further  inquiry. 
Students  are  exposed  to  new  facts 
during  classes  planned  around  the 
posters.  The  Teacher’s  Guide 


provides  instructors  with  direction 
and  ideas  on  how  to  incorporate 
the  poster  into  lesson  plans  for  so- 
cial studies,  history,  or  current 
events  classes. 

For  the  past  three  years,  each 
package  has  focused  on  a different 
aspect  of  national  identity  and 
heritage  and  has  coincided  with  a 
commemorative  event: 

1987/88  — Our  Voting 
Heritage  coincided  with  the  1988 
presidential  election  and  traced  im- 
portant historical  events  related  to 
the  development  of  the  U.S.  elec- 
toral process. 


1988/89  — Our  Judical 
Heritage  celebrated  the  bicenten- 
nial of  the  U.S.  Supreme  Court  and 
provided  a basis  for  further  under- 
standing of  the  Court  and  its  most 
important  decisions. 

1989/90  — Our  People’s 

Heritage  com- 
memorated the 
200th  anniversary 
of  the  American 
census  with  em- 
phasis on  important 
census-  related  is- 
sues (e.g.,  popula- 
tion, immigration 
trends,  and  so  forth). 

For  school  year 
91-92,  look  for  the 
Army’s  next 
heritage  poster. 

Our  Bill  of  Rights 
Heritage,  com- 
memorating the 
200th  anniversary 
of  the  ratification  of  the  Bill  of 
Rights.  This  poster  portrays  a 
scene  from  “Main  Street,  USA” 
with  various  elements  referencing 
the  Bill  of  Rights  in  action.  Similar 
to  the  past  programs,  this  poster  is 
interactive;  teachers  will  be  able  to 
link  modem  day  freedoms  inherent 
in  the  Bill  of  Rights  to  the  original 
intent  of  this  historical  document. 

The  posters  were  shipped  to  the 
field  in  late  August.  For  further  in- 
formation concerning  Our  Bill  of 
Rights  Heritage  posters,  contact 
LTC  Ronald  Morsch,  HQ 
USAREC  A&PA,  1-800-223-3735, 
extension  3524. 


Our  bill  of  rights  heritage 
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Planning  for  the  future 


Editor’s  note:  Comments  and  suggestions  about 
this  article  and  this  concept  are  welcome.  Please 
use  the  mail-in  form  on  page  15  to  send  your 
vision  of  the  future  to  the  Chief  of  Staff. 


Outside,  the  clear  waters  of  Lake  Geneva 
reflected  the  late  summer  sky.  Inside,  56 
experts  reflected  on  their  experiences  with  the 
U.S.  Army  Recruiting  Command,  trying  to  for- 
mulate the  future. 

Called  together  from  all  over  the  command,  the  group 
met  for  two  days  in  September  in  a quiet  hotel  in  Wis- 
consin. Experts  from  outside  the  command  came  too,  to 
offer  their  views  in  support  of  USAREC’s  future.  The 
topic:  recruiting  in  the  year  2000.  The  purpose:  to  lay  the 
groundwork  for  revitalizing  the  Army’s  recruiting  force. 

“Now  you  may  ask  why  we’re  here  today,”  said  COL 
Jerry  W.  Ginn,  USAREC’s  chief  of  staff,  in  his  opening 
remarks,  “when  we’ve  just  had  our  most  successful  year 
ever.  The  key  to  a successful  organization  is  planning  for 
the  future. 

“The  pressure  of  looking  at  yesterday  and  managing 
today  makes  it  difficult  to  do  long-range  planning.  The 
penalty  for  not  doing  long-range  planning,  however,  is  to 
stumble  and  fumble  into  the  future.  I would  like 
USAREC  to  approach  the  year  2000  with  an  orderly  .. 
plan.” 

“One  of  the  lessons  corporate  business  has  learned,” 
said  Ginn,  “is  that  successful  organizations  often  get 


sm  ug.  They  rely  on  methods  that  have  been  successful  in 
the  past  and  do  not  look  to  the  future.” 

“Look  at  IBM,”  Ginn  continued.  “They  were  the  com- 
puter industry’s  giant,  but  when  the  personal  computer 
market  was  theirs  for  the  taking,  they  were  too  entrenched 
in  their  past  success  with  mainframes  to  see  the  future. 
They  ignored  the  possibility  of  a change  in  the  market, 
and  when  they  lost  out,  they  lost  out  big.” 

The  Chief  of  Staff  laid  out  the  task  ahead  of  the 
conference.  “We’ve  got  to  plan  for  the  coming  decade, 
take  care  of  our  own  and  take  advantage  of  the  new 
technologies.  We’ve  got  to  trust  our  recruiters  and  stop 
the  constant,  daily  supervision  that  constitutes 
micromanagement.”  He  asked  all  participants  to  unfetter 
their  imaginations  and  project  ahead  to  answer  three 
questions:  what  functions  will  the  recruiters  of  2000 
perform,  what  will  they  need  to  function  successfully, 
and  how  must  USAREC  change  philosophically. 

Ginn  also  encouraged  the  group  to  think  beyond  them- 
selves and  the  current  organization.  For  the  purposes  of 
this  conference,  “Nothing  is  sacred,”  said  Ginn.  “Assume 
that  there  are  no  assumptions.” 

PAE  coordinators  of  the  conference,  CPT  Gary 
Minadeo,  CPT  Steve  Galing  and  Mr.  Rich  Graham, 
planned  the  two-day  session  at  a site  away  from  the 
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Command  to  encourage  participants  to  escape  the  con- 
cerns of  today,  to  better  concentrate  on  the  USAREC  of 
tomorrow.  They  also  invited  a professional  facilitator, 
CPT  Greg  Hiebert,  associate  professor  in  the  Behavioral 
Sciences  and  Leadership  Department  at  the  U.S.  Army 
Military  Academy.  His  job  was  to  ease  the  group  into  new 
ways  of  thinking.  “The  key,”  says  Hiebert,  “is  not  to 
abandon  rationality  or  planning,  but  to  challenge  assump- 
tions. Articulating  those  assumptions  is  extremely  dif- 
ficult to  do  individually  and  is  probably  best  done  in 
groups  with  outsiders  present.” 

Participants  of  the  conference  came  from  HQ 
USAREC  and  the  field,  civilian  and  military,  officer  and 
enlisted,  including  four  of  the  1990  Recruiters  of  the 
Year.  The  conference  was  divided  into  five  work  groups, 
each  group  with  an  HQ  USAREC  facilitator  to  keep  the 
group  on  track  and  on  time.  The  dress  code  was  coat  and 
tie,  rather  than  uniforms,  but  the  atmosphere  quickly 
became  “shirt  sleeve”  as  the  work  groups  got  down  to 
business. 

The  agenda  for  the  conference  called  for  the  five 
groups  to  go  into  separate  rooms  to  discuss  preplanned 
topics,  then  return  to  the  main  conference  room  for 
feedback  and  discussion.  This  process  was  repeated 
several  times  during  the  conference,  as  the  groups 
progressed  from  topic  to  topic. 

Task  One 

What  Does  a Recruiter  Do? 

The  first  task  was  to  define  what  functions  a recruiter 
would  have  to  do  in  the  applicant  processing  system. 

The  concensus  of  the  groups  was  that  the  mission  of 
USAREC  is  to  access  soldiers  into  the  Army.  The 
recruiter’s  primary  role  is  to  make  the  sale;  the  essential 
element  in  this  role  is  the  sales  presentation.  Thus,  every 
non-sales  presentation  task  must  support  or  contribute  in 
some  positive  fashion  to  this  goal. 

The  groups  decided  that  there  were  eight  elements  in 
the  sales  process: 

■ Lead  generation 

■ Prospecting 

■ Sales  interview 

■ Test 

■ Physical 

■ Contract 

■ DEP  management 

■ Transportation 

Among  the  five  groups  there  was  a split  of  opinion  on 
exactly  what  functions  the  recruiter  should  do.  This  split 
evolved  into  the  following  two  options. 

Option  1 

With  the  ever-increasing  ability  of  technology  to  pro- 
vide support,  the  recruiter  can  “do  it  all”  with  the  aid  of 


a computer  and  a modem.  The  recruiter  will  be  respon- 
sible for  the  entire  process  from  lead  generation  (which 
could  be  downloaded  from  a central  source)  to  issuing 
travel  vouchers  for  transportation. 

Specifically,  the  recruiter  should  use  external  or  self- 
generated leads  to  contact  prospects,  prospect  the  in- 
dividual, conduct  the  sales  interview,  administer  the 
appropriate  qualifying  test  (if  the  prospect  has  not  already 
been  tested),  arrange  for  the  physical,  sell  the  prospect  a 
specific  job,  maintain  the  prospect’s  interest  through 
DEP  management,  and  finally  arrange  for  the  transporta- 
tion of  the  prospect  to  the  training  site. 

Option  2 

The  main  difference  in  this  option  is  that  it  capitalizes 
on  the  recruiter’s  primary  role  of  salesman,  and  relieves 
the  recruiter  of  administrative  tasks  not  particular  to  sales 
once  the  sale  has  been  made. 

Specifically,  the  recruiter  would  use  leads  to  contact 
prospects,  prospect,  conduct  the  sales  interview,  ad- 
minister the  appropriate  qualifying  test,  and  sell  the 
prospect  a specific  job.  At  this  point  the  recruiter  will  then 
be  given  one  of  two  options:  either  do  the  required  admin 
task  to  access  the  prospect  or  transfer  the  responsibility 
to  another  person  or  party  in  the  organization. 

Task  Two 

How  Does  a Recruiter  Do  It? 

Based  on  COL  Ginn’s  remarks  and  the  assurance  by 
technically  knowledgeable  personnel  that  such  a concept 
was  feasible,  the  work  groups  strove  toward  a “paperless” 
process.  That  is,  by  the  year  2000,  USAREC  should  have 
sufficient  computer-driven  technology  to  automate 
several  areas  of  the  recruiting  process.  The  following  is 
based  on  the  assumption  of  adequate  technical  support. 

Lead  generation  — The  vast  majority  of  leads  should 
be  sent  directly  to  the  recruiter  from  a central  grouping 
point  or  higher  headquarters.  One  way  to  effectively 
deliver  these  leads  would  be  to  electronically  mail  the 
lead  to  the  recruiter  via  a notebook  computer.  For  ex- 
ample, leads  could  be  consolidated  at  the  higher  head- 
quarters by  zip  code.  The  recruiter  who  is  physically 
located  closest  to  the  zip  code  of  the  lead  would  receive 
that  lead  in  his  data  link  for  immediate  follow-up. 

Automation  could  also  allow  for  some  form  of  screen- 
ing process  that  would  result  in  higher  quality  leads,  thus 
reducing  the  time  a recruiter  has  to  spend  acting  on 
unproductive  leads. 

Additionally,  a knowledge-based  “expert  system” 
could  be  incorporated  into  the  computer  that  would, 
among  other  tasks,  automatically  dial  a series  of 
telephone  numbers  for  a recruiter,  should  any  number  be 
busy  or  no  one  answers. 

Prospecting — The  recruiter  should  have  all  the  neces- 
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sary  tools  for  prospecting  at  his  or  her  fingertips.  Specifi- 
cally, the  recruiter  should  be  able  to  show  the  prospect 
any  J OIN  video  from  a notebook  computer  and  download 
information  on  available  Army  options.  Strip  maps  to  the 
applicant’s  residence  could  be  made  available  to  help  the 
recruiter. 

Sales  interview  — The  recruiter  should  be  able  to  sell 
the  prospect  a specific  job.  After  the  applicant  takes  a 
screening  aptitude  test,  the  recruiter  could  then  reserve  a 
job  for  the  applicant. 

Test  — If  the  applicant  has  not  taken  the  ASVAB  (or 
whatever  test  will  be  required  in  the  future),  then  the 
recruiter  could  administer  a test  that  would  temporarily 
qualify  the  applicant  for  a specific  job. 

Physical  — The  recruiter  should  be  able  to  immedi- 
ately make  the  applicant  an  appointment  with  either  a 
contract  physician  or  a medical  testing  facility  via  the 
recruiter’s  computer. 

Contract  — In  the  new  “paperless”  USAREC,  con- 
tracting should  be  done  via  computer,  with  only  a “take 
away”  document  for  an  applicant  to  show  friends  and 
family. 

DEP  management  — With  other  non-essential  tasks 
removed  from  the  recruiter,  more  quality  time  could  be 
spent  on  DEP  management.  Additionally,  the  more 
mobile  recruiter  in  the  year  2000  will  be  readily  available 
to  visit  DEP  members. 

Transportation  — If  a recruiter  will  be  responsible  for 
arranging  transportation,  such  arrangements  could  be 
made  via  computer,  enabling  the  recruiter  to  issue  travel 
vouchers  for  the  new  soldier  to  travel  to  basic  training. 

Other  ideas  that  surfaced  in  the  discussion  of  support- 
ing tasks  included: 

■ PMS  automation 

■ 200  card  system  (one  time,  one  line  entry) 

■ Centralized  lead  generation 

■ Interactive  video  on  specific  jobs  for  the  applicant 

■ Identification  and  police  checks  capability  via 
computer 

■ Library  of  regulations  available  on-screen 


Task  Three 

How  Will  the  Command  Do  It? 

Finally,  the  work  groups  developed  a recruiting 
philosophy  that  explains  what  must  be  done  to  empower 
the  effectiveness  and  efficiency  projected  from  the  first 
two  topics. 

Philosophy  statement:  In  the  year  2000,  the  United 
States  Army  Recruiting  Command  will  be  the  premier 
organization  in  the  world,  civilian  or  government,  with 
“number  two”  aspiring  from  a far  distance.  We  will  do 
this  by  trusting  our  people,  letting  them  work  as  a team. 


attracting  the  very  best  people  into  the  organization  and 
empowering  them  to  “be  all  they  can  be.”  Our  command 
will  be  a place  where  soldiers  and  civilians  will  line  up 
to  get  in  and  fight  to  stay.  The  positive  energy  at  every 
level  will  be  addictive.  Professional  soldiers  and  civilians 
will  work  together  within  a well  defined  values  system 
designed  to  motivate  decision-making  at  the  lowest  level. 
They  will  not  be  thinking  “we  and  they”;  rather,  they  will 
be  living  for  “we.” 

Said  Hiebert,  “I  think  the  work  accomplished  here  in 
this  conference  will  manifest  itself  in  a new  excitement 
in  USAREC,  and  will  make  people  want  to  stick  around 
and  see  all  this  happen.” 

Kathleen  Welker,  RJ  editor 


LIST  OF  A TTENDEES 


Enlistment  Standards 
Directorate 
COL  Simek 
Mr.  Baird 
Mr.  Devine 
Mr.  Benedetti 
Advertising  and  Public 
Affairs  Directorate 

MAJ  Roser 
CPT  Spencer 
Ms.  Welker 

Medical  Directorate 

MAJ  Halopka 
Information  Require- 
ments Study  Office 

MAJ  Hetzer 
MAJ  Fritz 
Ms.  Reynolds 
Build  Down  Office 
MAJ  Fox 
CPT  Henson 
MSG  Frank 

Command  Legal  Counsel 

MAJ  Brewer 
CPT  Green 

PERINSC0M 

COL  Herrick 
Mr.  Wilkerson 

USAISEC 
MAJ  Fong 

MEPC0M 

LTC  Kolar  (Director 
of  Operations,  Marine 
Corps) 


MEPCOM 

Mr.  Daniels 
Mr.  Knutson 
National  Guard  Bureau 
MAJ  Peinhardt 
MAJ  Hopper 
Professional  Facilitator 
CPT  Hiebert  (West 
Point) 

Brigade  Chief  of  Staff 
LTC  Pasierb  (4th  Bde) 
Brigade  Command  Ser- 
geant Major 

CSM  Montgomery 
(1st  Bde) 

Station  Commander 
SFC  Middleton 
(Chicago  Bn) 

Regular  Army  Recruiter 
of  the  Year 
SSG  Brown 
Reserve  Recruiter  of  the 
Year 
SFC  Hill 

Nurse  Recruiter  of  the 
Year 

SFC  Duncan 

Guidance  Counselor  of 
the  Year 
SFC  Gossett 
Recruiter  Training  Non- 
commissioned Officer 
SSG  Philips 
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On  the  road 

with  the  Recruiters  of  the  Year 


The  Army  Recruiters  of  the  Year  took  a look  at 
today’s  basic  training  and  Army  recruiting  of  the 
future  during  August  and  September. 

During  August,  SFC  Randy  Brown,  Regular  Army 
Recruiter  of  the  Year,  and  SFC  Anthony  Hill,  Army 
Reserve  Recruiter  of  the  Year,  visited  the  training 
facilities  at  Fort  Jackson,  S.C.  In  September,  they  par- 
ticipated in  USAREC’s  “Recruiting  2000"  conference  at 
Lake  Geneva,  Wis. 

At  Fort  Jackson,  the  top 
recruiters  spoke  to  students 
attending  the  Drill  Sergeant 
School  to  promote  team- 
work between  recruiting 
and  training  personnel. 

Through  teamwork,  they 
told  the  drill  sergeant  can- 
didates, recruiters  and  drill 
sergeants  can  make  the 
transition  from  a recruiting 
process  to  a training  en- 
vironment smoother  for  the 
new  soldier  and  reduce 
training  losses.  Hill,  a 
former  drill  sergeant,  em- 
pathized with  the  students  about  some  training  problems, 
but  assured  them  that  most  can  be  solved  quickly  if  they 
will  contact  the  trainee’s  recruiter. 

“I  know  from  experience,”  he  said,  “that  sometimes  a 
problem  can  be  as  simple  as  not  receiving  mail  from 
home.  The  recruiter  knows  his  recruits  well.  He  knows 
the  family  of  the  soldier  well.  If  you’ll  call  the  recruiter, 
he  can  quickly  solve  something  like  a mail  problem  by 
talking  to  the  trainee’s  family.” 

During  the  three-day  trip,  the  recruiters  toured  the 
Reception  Center  and  Fitness  Training  Company.  At  the 
Reception  Center,  they  observed  processing  procedures 
and  met  with  MSG  James  Lee,  USAREC  Liaison  NCO 
at  Fort  Jackson. 

Commenting  on  the  orderly  processing  of  trainees 
occurring  throughout  the  facility.  Brown  compared 
today’s  entry  into  the  Army  with  his  entering  on  active 
duty  in  1980,  when  he  went  through  basic  training  at  Fort 
Jackson.  “Many  improvements  have  been  made,”  he 


said,  “but  the  greatest  difference  is  the  improved  layout 
of  the  building  to  provide  a smoother  flow  during 
processing.” 

It  was  a first-time  look  at  the  Fitness  Training  Com- 
pany, where  trainees  who  cannot  meet  the  minimum 
physical  requirements  are  temporarily  placed  to  have  an 
opportunity  to  work  on  their  weaknesses.  CPT  Lori  Scott, 
commander  of  the  company,  escorted  the  recruiters 
through  billets  and  training  rooms,  explaining  that  the 
inability  to  do  even  one  push-up 
can  be  a psychological  as  well  as 
a physical  problem. 

Brown  and  Hill  also  toured 
computerized  firing  ranges 
where  trainees  were  using  video 
monitors  to  track  downrange 
feedback,  and  received  an  over- 
view of  Fort  Jackson’s  “Rain- 
bow Room,”  a color-coded 
montage  of  all  training  activities 
at  Fort  Jackson. 

Before  returning  to  their 
recruiting  stations,  Brown  and 
Hill  met  with  BG  Marvin  E. 
Mitchiner  Jr.,  deputy  command- 
ing general  of  Fort  Jackson,  and  visited  recruiters  at  the 
Columbia  Battalion. 

In  September,  the  Recruiters  of  the  Year  were  par- 
ticipants in  the  “Recruiting  2000"  conference  held  at 
Lake  Geneva,  Wis.  The  conference  deliberated  on  what 
the  Army  recruiter  of  the  future  will  be  doing,  the  tools 
he  or  she  will  use,  and  the  probable  philosophy  and 
policies  of  the  Recruiting  Command  as  the  21st  century 
approaches.  CSM  Ernest  Hickle  commented  that  it  is 
important  to  include  these  recruiters  in  such  conferences. 
“They  are  the  sergeants  major  and  command  sergeants 
major  of  the  future,"  he  said.  “It’s  necessary  that  we  listen 
to  their  suggestions  and  involve  them  in  recruiting 
policy-making.” 

Brown  and  Hill  will  make  their  final  appearance  as 
representatives  for  the  Recruiting  Command  as  honored 
guests  at  the  Association  of  the  U.S.  Army  annual  meet- 
ing in  Washington,  D.C.,  during  October. 

Peggy  Flanagan,  HQ  USAREC  A&PA 


Recruiters  of  the  Year  SFC  Randy  Brown  (left)  and 
SFC  Anthony  Hill  pose  with  BG  Marvin  Mitchiner 
(right).  (Photo  courtesy  of  Ft.  Jackson  PAO) 
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The  Test 


1.  The  five  sales  skills  are  as  follows: 

a.  Prospecting;  sales  presentations;  processing;  DEP/DTP  main- 
tenance; follow  up. 

b.  Establish  rapport;  determine  needs  and  interests;  determine 
qualifacations;  present  features  and  benefits;  close  and  handle  objec- 
tions. 

c.  Prospecting,  establish  rapport;  determine  needs  and  interests; 
present  features  and  benefits ; close  and  handle  objections. 

d.  Establish  rapport;  prequalify;  processing;  close  and  handle  objec- 
tions; follow  up. 

2.  The  term  market  is  used  very  often  in  our  recruiting  efforts.  What 
is  a market? 

a.  A particular  group  of  potential  buyers. 

b.  A designated  place  to  purchase  a product. 

c.  All  people  between  ages  1 7 and  34. 

d.  None  of  the  above. 

3.  An  individual  knowingly  received  stolen  property  at  age  18  with  a 
value  of  $650.  The  court  found  him  guilty  of  this  charge  and  required 
him  to  pay  $450  in  restitution  costs.  Which  of  the  following  state- 
ments is  true  if  this  individual  applies  for  enlistment? 

a.  Since  restitution  is  less  than  $500  this  is  treated  as  a misdemeanor 
offense. 

b.  This  is  a felony  level  other  adverse  adjudication. 

c.  Since  the  value  of  stolen  property  received  is  $500  or  more,  this  is  a 
typical  felony  offense. 

d.  The  classification  of  this  offense  is  determined  by  the  maximum 
length  of  confinement  under  local  law. 

4.  An  applicant  has  only  one  dependent  under  the  age  of  1 8 and 
has  a spouse  currently  on  active  duty  as  a member  of  the  USAR.  The 
dependent  has  been  transferred  into  the  custody  of  another  adult  by 
court  order.  If  this  applicant  meets  all  other  eligibility  criteria,  which 
of  the  following  statements  is  true? 

a.  The  applicant  is  fully  qualified. 

b.  The  applicant  is  fully  qualified  as  long  as  the  adult  having  custody  is 
not  a parent. 

c.  The  applicant  is  disqualified,  but  a dependency  waiver  will  be  con- 
sidered. 

d.  The  applicant  is  disqualified.  A waiver  will  not  be  considered. 

5.  If  an  individual  is  found  to  be  not  qualified  for  enlistment  after 

preliminary  processing  at  the  recruiting  station,  recruiting  personnel 
will . 

a.  Counsel  each  applicant  on  his  or  her  re-employment  rights. 

b.  Provide  each  applicant  with  an  information  sheet  on  reinstatement 
rights. 

c.  Both  a and  b. 

d.  Neither  a nor  b. 

6.  All  PS  soldiers  enlisting  in  the  Special  Forces  Prior  Service  op- 
tion will  be  enlisted  for . 

a.  2 years. 

b.  3 years. 

c.  4 years. 

d.  6 years. 

7.  If  an  applicant  changes  his  or  her  mind  about  going  into  the 

USAR  and  decides  to  go  RA  while  at  the  MEPS,  after  the  USAR 
recruiter  has  substantially  completed  the  processing,  processing 
responsibility  will  be  transferred  to  an  RA  recruiter.  The  USAR 
recruiter  will  receive . 

a.  mission  accomplishment  credit  and  award  points. 

b.  referral  credit  and  award  points. 

c.  five  points  at  DEP-in  and  five  points  at  DEP-out  for  the  applicant. 

d.  ten  points  at  DEP-in. 


8.  Processing  responsibility based  solely  upon 

the  accession  category  in  which  the  prospect  may  qualify,  mission  re- 
quirements or  accomplishments  of  any  recruiter,  or  a desire  to  “pay 
back”  a recruiter  from  whose  recruiting  zone  another  recruiter  has 
poached  an  applicant. 

a.  may  be  assigned  or  transferred  with  battalion  commander  approval 

b.  may  be  assigned  or  transferred  with  brigade  commander  approval 

c.  may  not  be  assigned  or  transferred  without  CLT  approval 

d.  will  not  be  assigned  or  transferred 

9.  Once  an  RA  recruiter  has  substantially  completed  the  process- 

ing of  an  applicant  and  the  applicant  decides  to  contract  for  the 
USAR  instead,  processing  responsibility . 

a.  may  be  transferred  to  a USAR  recruiter  with  SC  approval. 

b.  will  not  be  transferred  to  a USAR  recruiter. 

c.  may  be  transferred  to  a USAR  recruiter  with  battalion  commander 

approval. 

d.  may  be  transferred  to  a USAR  recruiter  with  brigade  commander  ap- 
proval. 

10.  To  take  part  in  the  ROTC/SMP,  a person  must . 

a.  be  an  enlisted  member  of  TPU  of  the  Selected  Reserve. 

b.  be  enrolled  in  the  ROTC  advanced  course  program. 

c.  be  assigned  in  the  TPU  as  an  officer-trainee. 

d.  All  of  the  above. 

1 1 . An  applicant  who  at  the  time  of  enlistment  indicated  they  had  a 
child  in  the  custody  of  another  adult  must  be  advised  that  if  they 
regain  custody  during  their  term  of  enlistment  they  are  in  violation  of 
the  stated  intent  of  their  enlistment  contract  and  will  be  processed 
for  separation  (involuntary)  for  fraudulent  enlistment. 

a.  True 

b.  False 

12.  When  a prospect  is  taking  the  Enlistment  Screening  Test,  he 

should  be  allowed  a minimum  of minutes  and  a maximum  of 

minutes  to  complete  the  test. 

a.  30;  45 

b.  30;  60 

c.  45;  60 

d.  60;  60 

13.  When  a final  disposition  is  not  listed  on  DD  Form  369,  and  court 

dockets  cannot  be  obtained,  then will  be  submitted  to 

obtain  final  disposition. 

a.  a telephonic  request  by  the  CLT 

b. aUSAREC  Fm  1037 

c. aUSAREC  FL41 

d.  a telephonic  request  by  the  battalion  executive  officer 

14.  Recruiting  station  commanders  will  ensure  lead  generation  ac- 

tivities and  prospecting  efforts  are  sufficient  to  result  in  a minimum 
of per  recruiter. 

a.  one  GSF  and  five  GSM  recruiter-initiated  appointments  per  week 

b.  one  GF  per  week  and  one  GSM  per  duty  day 

c.  six  recruiter-initiated  appointments  per  week 

d.  five  GSM  and  one  GF  recruiter-initiated  appointments  per  week 

15.  Recruiting  station  commanders  must  ensure  that  DEP  func- 

tions are  well  planned,  resourced,  and  executed.  Guidance  for  DEP 
functions  is  contained  in . 

a.  USAREC  Reg  350-6. 

b.  USAREC  Reg  1-18. 

c.  USAREC  Reg  350-7. 

d.  USAREC  Reg  601 -51. 

(Answers  to  this  month 's  Test  appear  on  the  inside  back  cover.) 
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Recruiting  2000 

In  the  year  2000,  USAREC  will  be  the  premier  organization  in  the  world,  civilian  or  military.  We 
will  do  this  by  trusting  our  people,  letting  them  work  as  a team,  attracting  the  very  best  people  into 
the  organization,  and  empowering  them  to  “be  all  they  can  be.” 

If  you  have  any  comments  or  suggestions,  use  this  mailer  to  send  them  to  the  USAREC  Chief  of 
Staff.  This  is  your  chance  to  affect  the  future  of  USAREC  — use  it! 
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White  hats 

provide  the  training  focus 


fifilf  it  ain’t  broke,  break  it!”  thundered  the 
Chief  of  Staff’s  voice  across  the  darkened 
theatre  in  a recent  brieifing.  COL  Jerry  W.  Ginn 
was  expressing  the  current  HQ  USAREC  trend 
to  take  a new  look  at  old  systems. 

The  world  and  USAREC  have  undergone  tremendous 
changes  in  recent  history.  USAREC  recognizes  some  of 
those  changes  by  restructuring.  This  year’s  build  down 
closed  more  than  100  substations,  nine  recruiting  bat- 
talions closed  their  doors  and  one  new  battalion  comes 
on  line  this  month.  The  Department  of  the  Army  is 
struggling  to  fund  vital  functions  in  a time  of  dwindling 
resources. 

More  Directorates? 

Why  then,  you  may  ask,  is  USAREC  adding  new 
directorates?  The  system  seemed  to  be  working  just  fine 
as  it  was.  After  all,  didn’t  we  have  a record  year  last  year? 

You’re  absolutely  right,  but  according  to  James  A. 
Belasco,  author  of  management  texts,  to  keep  the  status 
quo  is  the  kiss  of  death  for  a successful  organization.  As 
times  change,  even  successful  organizations  must  adapt 
to  the  changing  conditions.  Even  successful  organiza- 
tions can  be  improved. 

In  looking  at  the  command  structure,  USAREC  leader- 
ship decided  that  training  was  “broken”  in  the  command 
and  reorganized  priorities  to  resource  an  area  of  training 
experts,  now  called  the  Training  and  Plans  Directorate. 

Training 

“The  initial  training  [for  recruiters]  at  the  schoolhouse 
is  very  good,”  said  LTC  Michael  A.  Dickson,  Director  of 
Training  and  Plans,  “but  very  little  happens  after  that. 
Yes,  we  have  the  Tracy  tapes  and  the  JOIN  tapes,  but 
what  training  packages  we  have  were  developed  over  a 
long  period  of  time — there  is  very  little  rhyme  or  reason, 
nothing  to  tie  it  all  together. 


Dickson  continued,  “There  was  no  cohesion  in  the 
training  arena.  Training  was  a patchwork  of  “fixes”  — 
USAREC  had  no  real  training  strategy.  This  directorate 
was  formed  to  develop  that  strategy,  assess  where  we  are 
now  in  training  terms,  and  to  develop  strong  training 
packages.  In  essence,  this  directorate  will  provide  the 
training  focus  for  the  command." 

The  basic  training  strategy  has  been  determined  and 
revolves  on  four  main  points: 

■ To  ensure  that  USAREC’s  training  doctrine  is  in 
line  with  Army  doctrine,  to  include  using  the 
same  terminology  (i.e.,  TRADOC  doctrine). 

■ To  standardize  the  training  of  basic  recruiting 
practices  throughout  the  command. 

■ To  ensure  that  each  organizational  level  trains  the 
next  subordinate  level  and  evaluates  training 
through  two  subordinate  levels. 

■ To  increase  the  productivity  of  the  recruiting 
force. 

Assessments 

“The  only  way  I know  to  assess  something,  in  this  case 
training,  is  to  go  out  there  and  look  at  it,”  says  Dickson. 
Consequently,  two-  and  three-man  teams  have  been 
formed  to  assess  as  many  battalions  as  possible  in  the  near 
future.  Even  though  the  directorate  was  only  created  in 
April,  the  teams  have  been  making  assessment  visits 
since  May. 

Dickson  is  quick  to  point  out  that  these  assessments 
are  not  punitive  in  any  way.  “This  is  a totally  white  hat 
organization.  This  directorate  exists  to  assist  com- 
manders, to  help  them  fix  their  problems.  The  after-ac- 
tion report  goes  only  to  the  level  that  has  the  capability 
to  fix  the  problem.  We  are  all  in  this  enterprise  together. 
Our  collective  job  is  to  make  the  recruiter  as  efficient  and 
as  effective  as  possible.” 

Which  battalion  receives  an  assistance  visit  is  deter- 


October 1991 


15 


mined  in  a number  of  ways.  Dickson  and  directorate 
personnel  review  ESD,  IG  and  other  staff  assistance  trip 
reports,  or  a battalion  can  ask  for  help. 

Assistance  Visits 

When  assistance  teams  visit  a battalion,  they  talk  to 
recruiter  trainers,  the  sergeant  major,  the  battalion  com- 
mander and  the  executive  officer.  What  they  are  looking 
for  boils  down  to  three  main  points: 

■ Where  the  training  problems  are. 

■ What  things  the  battalion  is  doing  well  (which 
will  be  passed  along  to  others). 

■ How  the  Training  and  Plans  Directorate  can  help. 

“We’re  finding  so  far  that  the  biggest  problem  is  with 

sustainment  training — we’re  just  doing  a poor  job  at  that. 
And  we  have  very  few  feedback  mechanisms.  That’s  one 
of  the  main  functions  of  our  visits,  to  build  those  feedback 
mechanisms.  From  that  baseline  we  can  determine  train- 
ing needs,  and  then  build  sustainment  training 
programs,”  says  Dickson. 

The  Feedback  System 

The  initial  focus  of  the  directorate  is  on  training 
management  and  building  the  feedback  systems.  Dickson 
says  the  directorate  is  now  in  the  process  of  building  the 
RT  training  package,  and  they  have  developed  a ques- 
tionnaire for  recent  graduates  from  the  Recruiting  and 
Retention  School. 

The  first  questionnaires  will  be  going  out  on  1 October 
to  June  (1991)  graduates.  “We  want  to  query  them  60-90 
days  after  graduation,”  says  Dickson.  “They  will  have 

had  a couple  of 
months  on  the 
ground  and  will  be 
better  able  to 
evaluate  their  train- 
ing.” 

The  question- 
naire will  basically 
ask  “Did  we  teach 
the  right  things  that 
you  need  as  a 
recruiter?  Are  there 
other  things  we 
should  teach?” 
Another  ques- 
tionnaire will  go  to 
the  new  recruiter’s 
supervisor,  asking  “Did  we  give  you  a good  product  (in 
the  training  of  this  new  recruiter)?” 

Goals 

Future  goals  for  the  Training  and  Plans  Directorate 
involve  exploring  the  interactive  video  disc  concept  for 
training,  developing  the  US  AREC  Annual  and  Quarterly 


Plans,  which  will  define  the  goals  and  objectives  for  the 
Command  in  total,  and  to  build  the  feedback  mechanisms 
that  will  provide  the  information  the  Command  needs  to 
focus  the  training  effort  in  the  future.  FY  92  goals  include 
aligning  the  USAREC  training  management  framework 
with  Army  doctrine,  developing  an  RTNCO  training 
package,  and  developing  the  capability  of  using  ARADS 
as  a feedback  mechanism. 

Kathleen  Welker,  RJ  editor 


Training  Packages 

JOIN  Training  Packages 

■ Dynamics  of  the  Sales  Presentation  — A step-by-step 
presentation  of  sale  cycles.  Disks  1-3  are  at  station  level. 

■ Station  Commanders  in  Action:  DPR  — How  to  review 
a recruiter's  daily  activities.  Disks  1 -2  at  station  level. 

■ Quality  Control  Disk  — A review  of  enlistment  packets 
prior  to  sending  them  to  the  MEPS.  Disk  1 at  station  level. 

■ Prospecting  — A review  of  prospecting;  telephone,  face- 
to-face  and  referrals.  Disks  1, 2 and  3 at  station  level. 

VHS  Training  Packages 

■ Lee  Dubois  — A step-by-step  guide  of  basic  selling  tech- 
niques. Tapes  can  be  requested  through  the  company  from 
the  battalion.  This  training  involves  17  sessions,  each  ap- 
proximately 40  minutes  long. 

■ Brian  Tracy:  The  New  Psychology  of  Selling  — An  ad- 
vanced guide  on  civilian  selling  techniques.  There  are  three 
sets  of  the  tapes  available  at  brigade  level;  1st  and  2d 
Brigades  share  a set,  4th  Brigade  has  a set,  and  5th  and  6th 
Brigades  share  a set.  There  are  35  modules  that  are  ap- 
proximately 12  minutes  long.  Coordinate  with  the  Training 
and  Plans  Directorate  to  obtain  a set  for  a 30-day  period. 
Each  company  has  a workbook  with  an  audio  cassette. 

■ DEP  Referral,  Orientation  and  Maintenance  — How  to 
maintain  and  follow-up  on  DEPs.  Also  how  to  increase  refer- 
rals from  DEPs.  Tape  is  available  at  battalion  level. 

■ Contracts,  Contracts,  Contracts  and  Effective  Follow- 
Up-  A detailed  look  at  correct  phone  prospecting.  Tape  is 
available  at  battalion  level. 

Another  helpful  tool  for  recruiters  is  USAREC  Pam  601-18, 
Bright  Ideas.  This  pamphlet  is  filled  with  ideas  from  recruiters 
about  different  techniques  they  have  used  in  recruiting  that 
have  helped  them. 

For  further  information  concerning  the  training  packages  or 
the  pamphlet  contact  HQ  USAREC,  Training  and  Plans  Direc- 
torate, 1-800-223-3735,  ext.  4447  (MSG  Jackon)  or  extension 
7363  (SFC  Meyers).. 


LTC  Mike  Dickson  (Photo  by  Gary 
Meibarzdis) 
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‘The  best  and 
the  brightest’ 


— Mr.  Cheney 
on  the  future 
of  recruiting 


Secretary  of  Defense  Richard  Cheney  was  in  the 
Cleveland  Recruiting  Battalion  area  on  the  evening 
of  September  11,  to  deliver  the  keynote  address  at  the 
John  M.  Ashbrook  Center  for  Public  Affairs  Memorial 
Dinner  at  Ashland  University  in  Ashland,  Ohio.  Prior  to 
the  dinner  address,  the  Secretary  of  Defense  held  a press 
conference.  Keith  Gottschalk  from  the  Cleveland  A&PA 
attended  the  conference  and  asked  Mr.  Cheney  the  fol- 
lowing question  about  the  future  of  military  recruiting: 
Question:  Mr.  Secretary,  a concern  among  our 
military  readers  is  the  future  of  military  recruiting  as  we 
go  into  force  reductions.  In  light  of  the  high  quality  force 
recruited  for  Operation  Desert  Storm,  what  will  the 
Defense  Department’ s priorities  be  for  military  recruit- 
ing as  we  go  further  into  the  90s? 

Secretary  Cheney:  We  will  continue  to  place  a heavy 
emphasis  on  recruiting.  I’ve  been  pleased  to  see  the 
preliminary  numbers  that  we’re  getting  now  in  the  period 
after  the  war  in  the  Gulf.  That  is,  we  would  appear  to  be 
at  an  all-time  high  in  terms  of  the  accomplishments,  the 
capabilities  of  the  number  of  recruits  with  high  school 
diplomas  — close  to  99  percent  now  in  all  the  services. 
That’s  a very  positive  development  from  the  standpoint 
of  the  military. 

We  will  continue  to  operate  with  an  all- volunteer  force 
in  the  future  just  as  we  have  for  the  last  18  years.  I think 
we’ve  shown  that  we  can  make  it  work;  that  it  produces 
probably  the  finest  quality  force  we’ve  ever  had.  We’re 
going  to  have  a smaller  force,  but  if  it’s  going  to  be 
capable  of  doing  everything  that  it  has  to  do,  there  can’t 
be  any  question  about  the  importance  of  maintaining  the 
quality  of  the  force.  And  that  goes  to  such  issues  as  the 
kinds  of  people  we’re  able  to  recruit  to  serve,  the  kinds 


SFC  Eugene  Keen,  Wooster  RS,  presents  arms 
during  the  pledge  of  allegiance  at  the  Ashbrook 
Memorial  Dinner.  (Photo  by  Keith  M.  Gottschalk) 


of  training  we  provide  and  the  kinds  of  equipment  we 
have;  even  if  we’re  going  to  have  a smaller  force,  it’s  still 
going  to  be  a prime  objective  to  preserve  the  quality. 

That  means,  for  example,  that  we  want  to  continue  to 
advertise.  One  of  the  issues  that  comes  up  in  recruiting 
when  you’re  cutting  the  size  of  the  force,  is  why  don’t 
you  quit  advertising?  That  way  you  could  save  money 
and  you  are  still  going  to  get  all  the  recruits  you  need.  It’s 
not  strictly  a question  of  quantity.  The  folks  that  we  are 
most  eager  to  attract  are  the  ones  who  have  choices  [and 
have]  other  options,  and  the  recruiting  dollar  basically 
gets  spent  in  order  to  attract  those  young  men  and  women 
who  have  got  other  opportunities  other  than  military 
service:  the  best  and  the  brightest,  if  you  will.  Those  are 
the  ones  we  want,  those  are  the  ones  that  we  need  and 
that  we’re  now  getting;  they’re  the  ones  that  served  in  the 
Gulf  and  we  need  to  be  able  to  maintain  that  standard  in 
the  years  ahead. 

Keith  Gottschalk,  Cleveland  A&PA 
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The  Army.  Career  and  Alumni  Program 


Jobless? 


There’s  a lot  of  folks  starting  to  get  the  jit- 
ters wondering  if  they’re  going  to  be  one 
out  of  three  of  today’s  active  duty  soldiers 
without  an  Army  job  by  1995.  Soldiers  are 
getting  the  heebie  jeebies  over  their  future 
possibility  of  transition  to  a civilian  career. 

Cause  for  all  this  alarmed  concern  stems  from  the 
plan  to  downsize  the  Army  from  760,000  to  535,000 
soldiers  by  1995.  A cure  for  those  fluttering  butterflies 
may  be  the  Army  Career  and  Alumni  Program. 

Recovery  from  recession  is  a slow  process.  And  ac- 
cording to  the  24-nation  Organization  for  Economic 
Cooperation  and  Development,  the  overall  jobless  rate 
is  predicted  to  rise  from  6.2  percent  in  mid- 1990 
before  stablilizing  above  7 percent  in  1992.  As  printed 
in  a recent  issue  of  the  Wall  Street  Journal,  the  or- 
ganization sees  the  U.S.  jobless  rate  easing  to  6.3  per- 
cent in  1992  from  a projected  6.7  percent  this  year. 

Pulling  your  hair  is  not  a solution  to  getting  a job  in 
the  civilian  sector.  Making  contact  with  an  ACAP  rep- 
resentative is  the  one  solution  that  will  save  you 
thundering  headaches  and  queasy  stomachs  while 
career  transitioning. 

St.  Louis  Transistion  Services  Manager  Sandy 
Nichols  says  the  ACAP  program  was  established  “to 
serve  as  an  enduring  structure  to  assist  military  person- 


nel, civilian  and  family  members  from  the  Army  with 
career  guidance,  benefits  counseling  and  job  assis- 
tance. The  Army  goal  is  to  transition  these  personnel  in 
a caring,  organized  and  disciplined  manner.” 

In  January  1991,  seven  ACAP  pilot  sites  began 
operation  — five  in  the  U.S.,  one  in  Korea  and  one  in 
Germany  (addresses  were  listed  in  the  August  issue  of 
the  Recruiter  Journal).  An  additional  48  sites  are 
scheduled  to  be  operational  by  October  1991.  Each 
ACAP  site  will  have  two  offices  — the  Transition  As- 
sistance Office  and  a contracted  Job  Assistance  Center. 

In  a Fort  Sill  Cannoneer  interview  Dan  Linehan, 
chief  of  the  Fort  Sill  ACAP  office,  explained  that  “the 
Army  realized  mistakes  were  made  in  the  past  when  it 
came  to  how  to  handle  reductions  in  force.  For  in- 
stance, after  Vietnam,  many  people  left  the  Army  with 
a bad  taste  in  their  mouths  because  of  the  reduction  in 
force.” 

Linehan  continued  by  stating  that  the  intent  of  the 
ACAP  is  to  correct  those  former  views  with  care,  assis- 
tance, organization  and  discipline  in  the  transistion 
process. 

The  Fort  Polk  ACAP  began  operation  in  November 
1990  and  monitors  a computerized  database  of  more 
than  2,500  employers  interested  in  hiring  military 
people.  Monthly  the  technicians  average  600  assists  to 
active  duty,  reservists  and  their  family  members. 

“We  are  not  a placement  center,”  said  Pierre 
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What  kind  of  help  is  available? 


Allemond,  Fort  Polk  ACAP  manager.  “ACAP  provides 
assistance  in  the  form  of  skills  assessment,  career 
workshops  and  writing  instructions  for  cover  letters 
and  resumes.” 

After  retiring  with  more  than  20  years  in  the 
military,  Jim  Wojczynski  has  returned  to  a military  in- 
stallation and  discovered  “the  Army  really  does  take 
care  of  its  own.”  The  ACAP  demonstrates  the  Army’s 
true  concern  for  people  — from  enlistment  to  retire- 
ment and  ETS.  Wojczynski  is  the  Fort  Sheridan  ACAP 
manager. 

“We’re  not  going  to  do  people’s  business  for  them,” 
said  Wojczynski.  “We  will  serve  as  a focal  point.  Our 
aim  is  to  make  people  aware  of  their  entitlements  as 
well  as  available  employment  opportunities.  We  are 
not  a place  to  guarantee  a job.” 

Trying  to  Find  employment  in  the  marketplace  is  a 
gruelling  and  painstaking  process.  Much  of  the 
hardships  accompanied  with  a career  search  are  now 
minimized  with  the  efforts  of  the  Army  Career  and 
Alumni  Program. 

For  more  details  and  assistance,  contact  the  ACAP 
representative  on  the  military  installation  nearest  you. 

Ed  Bala,  RJ  staff 


The  following  information,  provided  by 
the  St.  Louis  ACAP,  indicates  the 
various  services  available  at  some  Job 
Assistance  Centers: 


■ Individual  counseling  and  career 
development 

■ Library  materials  - include  samples  of 
resumes,  cover  letters  and  thank  you 
letters;  books  and  techniques  on  inter- 
viewing; franchise  and  small  busi- 
ness; and  career  opportunities,  labor 
statistics,  demographics  and  various 
information  on  all  50  states  including 
Guam,  Puerto  Rico  and  the  Virgin  Is- 
lands 

■ Information  on  various  careers;  local 
and  national  employers  (brochures, 
annual  reports,  etc.);  employment 
resources  and  international  employers 
and  opportunities 

■ Information  on  adult  education  clas- 
ses and  college  brochures  to  update 
skills  or  complete  a degree 

■ Copies  of  local  newspapers 

■ Research  on  interviewing  and  job 
search  strategy  information 

■ A work  center  where  clients  can  cross- 
reference  their  skills,  occupation,  and 
location  with  library  materials  and 
local  and  national  employers 

■ A word  processing  system  for  cover 
letters  and  thank-you  letters 

■ Resume  and  cover  letter  software 
packages 

■ Information  on  current  job  openings 
(local,  national,  international) 

■ Benefit  and  relocation  information 

■ Education  and  scholarship  information 
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LEADS 

and  recruiters  will  follow 


Bobby  opens  his  mail  and  reads, 
“FREE  classic  grey  Army  t-shirt 
when  you  mail  this  card.”  He  care- 
fully fills  out  the  card  and  the  next 
day,  on  his  way  to  school,  he  drops 
the  card  in  the  mailbox.  Bobby  is 
just  one  of  the  thousands  of  people 
who  will  request  information  con- 
cerning the  Army  in  this  way.  Bobby’s  card  will  now  be 
processed  through  the  Lead  Evaluation  and  Distribution 
System  (LEADS). 

LEADS  is  an  elaborate  system  that  answers  inquires 
from  individuals  who  wish  to  obtain  information  about 
the  Army,  while  also  providing  recruiters  with  informa- 
tion about  possible  prospects. 

When  an  inquiry  is  received  by  the  LEADS  Center  it 
goes  through  an  extensive  screening  process  in  order  to 
eliminate  invalid  inquiries.  The  inquiry  is  first  checked 
manually  and  discarded  if  found  to  be  prank  mail.  Then 
duplication  screening  takes  place.  According  to 
USAREC  Regulation  601-51,  Lead  Evaluation  and  Dis- 
tribution System  Technical  Manual,  if  an  identical  lead 
card  is  received  within  a 60-day  period  of  the  original 
lead  card,  it  will  be  placed  on  the  temporary  suppression 
bonus  prospect  list. 

The  assignment  of  lead  cards  to  recruiting  stations  is 
based  on  zip  codes,  so  the  LEADS  Center  verifies  the  zip 
code  on  each  lead  card.  The  recruiting  brigades  are 
responsible  for  ensuring  that  each  zip  code  within  their 
boundary  is  assigned  and  that  it  is  assigned  the  proper 
recruiting  station  identification. 

The  LEADS  Center  will  ensure  that  the  inquiring 
individual  meets  the  very  basic  age  and  education  re- 
quirements for  enlistment.  The  prospect’s  information  is 
placed  on  USAREC  Form  200-2  and  sent  to  the  ap- 
propriate recruiting  station  within  48  to  72  hours  of 
receipt  at  the  LEADS  Center.  Once  the  recruiting  station 
commander  receives  this  card,  he  or  she  will  separate 
USAREC  Form  200-2  from  USAREC  Form  200-2a  and 
assign  the  lead  to  a recruiter. 

“When  you  receive  information  from  LEADS  you 
know  it’s  correct  — the  phone  number  and  address  are 


almost  always  right,”  stated  SFC  Ted  Waters,  station 
commander  Florence  (Alabama)  recruiting  station.  The 
lead  information  provided  to  the  recruiting  station  in- 
cludes the  prospect’s  personal  data,  the  media  the  in- 
dividual responded  to,  the  advertising  message,  and  the 
premium  the  individual  received.  According  to  SFC  Rich 
Lamance,  HQ  USAREC  A&PA,  this  provides  the 
recruiter  with  a “foot-in-the-door”  versus  a “cold”  call. 
Recruiters  seem  to  agree  with  this  idea. 

“A  lot  more  information  is  provided  through  LEADS 
than  with  a ‘cold  ’ call  — if  s a lot  easier,”  said  S S G David 
Bobbitt  of  Fayetteville  (Arkansas)  recruiting  station. 

“LEADS  puts  us  in  the  hands  of  someone  who  may  not 
have  thought  of  joining  the  Army,”  mentioned  SSG 
Maurice  Walker  of  Rochester  (New  York)  recruiting 
station. 

Once  recruiters  are  assigned  leads,  they  may  then 
follow-up  with  the  prospect."Be  straight-forward  with 
the  kids,  we  already  know  there  is  some  interest,  because 
they  filled  out  the  card  in  the  first  place,"  said  SSG  Mark 
Glidden,  station  commander,  Nampa  (Idaho)  recruiting 
station. 

There  is  no  question  that  LEADS  can  be  helpful  if  used 
correctly.  It  reduces  the  amount  of  unnecessary  ad- 
ministrative work  done  by  the  recruiter.  SFC  Waters  said, 
“If  the  lead  is  no  good,  then  you  get  rid  of  it  — you  don’t 
have  to  keep  constant  track  of  it  if  it’s  bad.”  A recruiter 
can  check  the  lead  card  against  the  Lead  Refinement  List 
and  know  whether  or  not  to  contact  the  prospect,  update 
the  LRL,  or  discard  the  lead.  “There’s  really  no  disad- 
vantages to  LEADS,  there  is  always  potential  of  obtain- 
ing a contract,”  stated  SSG  Walker. 

For  further  information  concerning  LEADS  refer  to 
USAREC  Regulation  601-51  or  contact  this  head- 
quarters, MAJ  Lance  Roser  1-800-223-3735,  extension 
5115. 

Meanwhile,  the  LEADS  Center  will  answer  Bobby’s 
inquiry  with  a fulfillment  packet,  which  includes  a per- 
sonalized letter,  a brochure  about  Army  enlistment 
programs  and  a message  telling  him  when  to  expect  his 
free  t-shirt. 

Vernetta  Graham,  RJ staff 
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Life  Signs 


Make  your  menu 

Heart-healthy 


ARNEWS  — It  is  easier  than  you  may  think  to 
make  heart-healthy  menu  choices. 

Cutting  down  on  saturated  fat  and  cholesterol  does 
not  mean  cutting  out  beef  and  pork.  It  simply  means 
being  more  selective.  Take  the  time  to  find  the  leanest 
cuts  of  meat  (those  that  are  not  streaked  or  marbeled 
with  fat)  and  avoid  meat  that  is  breaded,  fried  or 
covered  with  gravy. 

You  can  choose  healthy 
foods  at  home,  school,  your 
military  dining  facility  or  even 
your  favorite  restaurant  and 
still  enjoy  yourself.  Follow 
these  simple  recommenda- 
tions: 

■ Study  the  menu  carefully. 

Ask  how  food  is  prepared. 

■ Choose  broiled,  baked, 
steamed  or  poached 
meats  and  vegetables. 

■ Avoid  foods  that  have 
been  deep  fat  fried. 

Watch  out  for  sauteed,  au 
gratin  or  buttered  dishes 
and  cream  or  cheese 
sauces. 

■ At  the  salad  bar,  choose 
fresh  vegetables  and 
avoid  bacon,  cheese  and 
croutons. 

■ Try  a low  calorie  salad  dressing  (they  have  less 
fat)  or  lemon  juice  as  an  alternative  to  regular 
dressing. 

■ Ask  for  smaller  portion  sizes. 

■ Try  fruit,  gelatin,  pudding  made  with  lowfat  milk 
or  cake  with  fruit  topping  for  dessert.  Beware  of 
whipped  toppings  and  frostings. 


Watching  fats  and  calories  in  your  diet  does  not 
mean  you  have  to  avoid  picnic  foods.  Traditionally, 
foods  such  as  potato  salad,  coleslaw  and  even  barbecue 
sauce  can  be  prepared  with  very  little  fat.  By  reducing 
the  fat  in  the  recipe,  the  calories  will  also  be  reduced. 

When  reviewing  family  recipes,  highlight  those 
high  fat  ingredients  that  may  be  substituted  with  lower 

fat  products.  A potato 
salad  recipe  may  call  for 
mayonnaise  or  salad 
dressing.  The  mayon- 
naise can  easily  be 
replaced  with  light  or  fat- 
free  mayonnaise.  In  many 
recipes,  evaporated  skim 
milk  may  replace  heavy 
cream.  Fat- free  Italian 
salad  dressing  can  be 
used  as  a marinade  on 
meats  or  vegetables. 

Keep  in  mind  that  a 
product  that  claims  to  be 
cholesterol-free  is  not  al- 
ways fat-free.  The  key  to 
reducing  the  fat  in  your 
diet  is  to  make  small  but 
steady  changes 
throughout  the  days  and 
months  to  come. 

Enjoy  your  meals  and  congratulate  yourself  on 
selecting  “heart-healthy”  food  choices.  If  you  or  your 
family  members  have  any  nutrition  related  questions  or 
concerns,  seek  the  advice  of  a registered  dietitian. 

CPT  Susan  D.  Walantas 

(Walantas  works  in  the  Nutrition  Care  Division  at 
Tripler  Army  Medical  Center  in  Honolulu,  Hawaii.) 
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Field  File 


Stay  in .. . 
kindergarten 

I SFC  Stephen  Rogers,  a 
recruiter  with  the  South  Milwaukee 
Recruiting  Station,  recently  par- 
ticipated in  the  kindergarten 
graduation  ceremony  at  St.  Mary’s 
school  in  South  Milwaukee. 


SFC  Rogers  congratulates  Bobby  Pfef- 
fer  on  his  graduation  from  kindergarten. 


During  the  year,  the  students 
sent  letters  and  care  packages  to 
service  members  in  the  Persian 
Gulf.  This  patriotic  spirit  was  car- 
ried over  to  their  graduation 
ceremony  where  the  students  sang 
patriotic  songs,  waved  flags  and 
carried  red,  white  and  blue  bal- 
loons. 

Rogers  gave  a brief  speech 
thanking  die  students  for  their  sup- 
port. He  then  congratulated  each 
student  for  graduating. 

“The  ceremony  was  terrific,” 
said  Rogers.  “The  kids  were  really 
cute.” 

Pat  Grobschmidt,  Milwaukee  A&PA 


The  kindergarten  class  of  St.  Mary’s  School  in  South  Milwaukee  pays  tribute  to  service 
members  during  their  graduation  ceremony.  (Photos  by  Pat  Grobschmidt) 


Community 

volunteers 

■ For  the  First  time  in  the 
Burnsville  (Minn.)  area,  the  Com- 
munity Action  Council  (CAC)  has 
two  Army  recruiter  volunteers  in 
the  Help  Line  and  Transportation 
programs  — SFC  Lois  Rutledge 


SSG  Alan  Rodts  and  SFC  Lois  Rutledge 


and  SSG  Alan  Rodts  of  the 
Burnsville  RS. 

“Being  able  to  work  at  CAC  has 
given  back  to  me  what  I lost  when 
I left  my  regular  Army  family.  A 
real  sense  of  belonging,”  explained 
SSG  Rodts. 

The  hours  these  special  volun- 
teers donate  to  CAC  every  week  is 
no  accident.  Rutledge  and  Rodts 
felt  they  wanted  to  become  a part 
of  the  community  and  really  get  to 
know  the  people.  At  CAC,  they  are 
important  volunteers,  helping 
others  because  they  care  about 
their  well-being. 

Both  recruiters  said  they  have 
learned  a great  deal  about  the  com- 
munity. They  have  also  greatly  im- 
proved upon  their  listening  skills. 

“Now  we’re  in  tune  with  the 
people  of  this  community,  especial- 
ly the  parents  and  their  concerns,” 
Rodts  said. 

“Now  we  are  recognized  by 
people  in  the  community,”  Rut- 
ledge stated.  People  recognize  me 
and  my  Army  uniform.  It’s  a nice 
feeling  of  satisfaction.” 

Jerry  Manos,  Minneapolis  A&PA 
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Field  File 


It’s  showtime 

I Abra  cadabra,  hocus  pocus, 
dominocus!  These  are  words 
everyone  recognizes  as  trademarks 
of  the  magic  business.  But  they’re 
also  the  trademarks  of  the  recruit- 
ing business  too  — at  least  in  Lock 
Haven,  Pennsylvania. 

SGT  Samuel  G.  Smith,  Lock 
Haven’s  Army  recruiter,  mixes 
magic  with  recruiting  and  comes 
up  with  some  interesting  concoc- 
tions. 

“I’ve  been  interested  in  magic 
since  I was  a kid.  I finally  got 
serious  about  it  over  a year  ago.  I 
mainly  do  close  up  magic;  small 
tricks,  like  coin  and  card  magic,” 
he  said. 

Surprisingly,  Smith  says  he  is  an 
introvert,  but  has  no  problem  per- 
forming for  an  audience.  Magic  al- 
lows Smith  to  stand  out  in  the 
crowd.  People  recognize  him  as  the 
Army  Recruiter  Magician. 

Smith’s  magic  came  in  handy 
while  visiting  Bucktail  High 


SGT  Smith,  Lock  Haven  Station  com- 
mander, performs  before  the  Golden 
Age  Club.  (Photo  by  Yvette  Jardine) 


School  recendy.  He  mixed  magic 
tricks  in  with  a presentation  about 
the  Army.  The  tricks  relaxed  the 
audience,  which  made  them  more 
receptive  to  the  message  Smith 
shared. 

He  recently  performed  for  the 
1959  Golden  Age  Club  and  had 
them  howling  with  laughter.  He 
entertained  them  with  some  card 
and  slight-of-hand  (“the  hand  is 
quicker  than  the  eye”)  tricks  as 
well  as  with  songs  accompanied  by 
his  guitar. 

About  magic,  Smith  says,  “It’s 
nothing  more  than  psychologically 
making  people  see  what  they  want 
to  see.  It’s  just  an  illusion.” 

Yvette  Jardine,  Harrisburg  A&PA 


Keeping 
your  Swiss 
seat 

■ Swiss  seat,  end-of-the-line, 
belay  man  — sound  familiar?  For 
those  of  you  who  do  not  recognize 
these  terms,  they  are  mountain 
climbing  and  rappelling  terms. 

In  July,  Layton  and  Ogden 
(Utah)  Recruiting  Stations  com- 
bined their  resources  to  hold  a joint 


SFC  Hixon  explains  the  importance  of 
following  strict  safety  guidelines  to 
avoid  injury.  (Photo  by  Debi  Kemp) 


DEP  training  session  at  Red  Butte 
Canyon,  near  Fort  Douglas. 

SFC  Archie  Hixon,  West  Valley 
Station  commander,  demonstrated 
how  to  tie  the  Swiss  seat,  an  end- 
of-the-line  bowline,  and  rappelling. 
SFC  David  Fairclough,  Ogden  Sta- 
tion commander,  explained  map 
reading  and  the  Lensatic  compass; 
and  SFC  Todd  Galloway,  Ogden 
Recruiting  Station,  demonstrated 
mountain/rock  climbing. 

Map  reading  and  use  of  the  Len- 
satic are  both  subjects  which  must 
be  mastered  during  basic  training; 
however,  rappelling  and  moun- 
tain/rock climbing  are  part  of  ad- 
venture training  for  specific  job 
categories.  When  asked  about  the 
training,  the  DEPers  unanimously 
agreed  they  preferred  the  outdoor 
training  and  demonstrations  to 
classroom  lectures  any  day. 

SFC  Lloyd  Couch  attributes  a 
low  DEP  loss  ratio  to  this  type  of 
instructional  training.  Training 
such  as  this  is  highly  motivating 
and  keeps  the  DEPers  interested 
and  eager. 

Debi  Kemp,  Salt  Lake  City  A&PA 
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Salutes 


BALTIMORE 

SFC  Michael  A.  Fields 
BRUNSWICK 
SFC  Randy  Brown 
SFC  Wayne  B.  Ford 
SFC  David  A.  Hoover 
SSG  Ariel  Velazquez 
COLUMBUS 
SFC  Melody  L.  Call 
DALLAS 

SFC  Eugene  A.  Roering 

DENVER 

SFC  Michael  B.  Martini 
HARRISBURG 

SSG  Brian  C.  Parks 
SFC  James  E.  Stone 


ALBUQUERQUE 

SSG  Louie  Molina 

SFC  Jose  A.  Ramos 

SSG  Jose  Rivera 

SFC  Rudy  Rivera-Garcia 

ATLANTA 

SGT  John  A.  Burch  Sr. 

SSG  Michael  K.  McCullough 
SSG  Michael  D.  Wilson 
BECKLEY 
SSG  Josef  M.  Nichelson 
SFC  Lawrence  Wilson 
BRUNSWICK 
SFC  Joaquim  C.  Almeida 
SFC  Owen  J.  Bullard 
SSG  Laurence  M.  Campbell 
SSG  James  H George 
SSG  Charles  Hagmaier 
SSG  Jeffrey  C.  Hunnewell 
SFC  Henrey  D.  Jetty 
SSG  Raymond  G.  Matayabas 
SFC  Duane  A.  Sennett 
SSG  David  Simpkins 
SFC  Michael  L.  Widener 
CINCINNATI 
SSG  Michael  D.  Bruck 
SSG  Cheryl  Childers 
SFC  Keith  E.  Davis 
SSG  Steven  D Lawrence 
SFC  Douglas  H.  Paul 
SSG  Michael  L.  Perdue 
COLUMBUS 
SSG  Paul  A.  Burnside 
SGT  William  E.  Olin  Jr. 
DALLAS 
SGT  Tommy  High 

DENVER 


Rings 


HOUSTON 

SFC  Randall  J.  Harvey 
JACKSON 
SSG  James  H.  Williams 
JACKSONVILLE 
SFC  Thomas  Mai 
SFC  Jose  A.  Rod  riObez 
SSG  Donald  W-  Russell 
SFC  Michael  Simos 
KANSAS  C||TY 
SFC  David  L.  Camp 

LOS  ANGELES 

SFC  Linda  J Hale 
SFC  Wayne  L.Johi 
SSG  Donald  E.  Sm 

MIAMI 

SSG  Brent  Karfeld 


SSG  Joseph  R.  Weber 
NEW  YORK  CITY 
SSG  Marlon  D.  Date 
SFC  LizG.  Delrio 
SFC  Adalberto  Giron-Pagan 
SFC  Thurman  McGahee 
iSG  Ernest  Santana 


TLAND 

MoneyjL-TBelmonte 

EK 

risti  Artis 
SSG  Larry  Dennis 
SSG  Charles  M.  Frazer 
SSG  Burton  Harvey 
SSG  Gilbert  Lockhart 


Gold  Badges 


RICHMOND 

SSG  Frederick  Dunn 
SACRAMENTO 
SFC  Jody  B.  Moody 
SFC  Roy  L.  Warren 
SAN  FRANCISCO 
SFC  Robert  P.  Weaver 
SANTA  ANA 
SFC  Robbie  Robison 
SFC  Michael  Sweeney 
SEATTLE 
SFC  Gary  L.  Hanzen 
SSG  John  G.  Williams 
SYRACUSE 
SSG  Mack  E.  Ford 
SFC  Gregg  R.  Santamore 


SSG  David  R.  Nelson 
SSG  Milton  L.  Weatherly 
HARRISBURG 
SSG  Arthur  R.  Belanger  Jr. 
SGT  Mark  A.  Bennick 
SSG  Armando  Feliciano 
SSG  Farrel  Flieder 
SSG  Kenneth  S.  Ganoe 
SSG  Richard  A.  Welling 
SSG  William  T.  Yurek 
HOUSTON 
SSG  Richard  A.  Carby 
SSG  Thomas  L.  Isabella 
SGT  Amos  G.  Monts 
JACKSON 
SSG  James  W.  Donley 
SSG  Glenda  Malone 
SSG  Richard  D.  O'Brien  Jr. 
SGT  David  Sykes 
JACKSONVILLE 
SSG  William  G.  BoiceJr. 
SGT  Mark  J.  Craney 
SGT  Kent  E.  Engle 
SSG  Robert  P.  Hanson 
SGT  David  Mabry  III 
SSG  Kevin  M Reeves 
KANSAS  CITY 
SGT  James  I.  Walters  Jr. 
LANSING 

SSG  Howard  L.  Kelley  III 
SGT  Michael  A.  Ramsey 
LOS  ANGELES 
SSG  Michael  D.  Jackson 
SFC  Augustus  Jamerson 
SSG  Javier  Lopez-Rodriguez 
SSG  Charles  E.  Owens 
SSG  Rory  A.  Robinson 


SSG  Henriette  Stonier 
SSG  Arthur  Vanwyngarden 

MIAMI 

SSG  Manuel  Morales-Arroyo 

MILWAUKEE 

SSG  Joseph  E.  Daniels 
SGT  Kenneth  R.  Smith 
SFC  Bruce  R.  Tompkins 

MINNEAPOLIS 

SGT  Scott  A.  McElroy 
MONTGOMERY 
SGT  Glenn  B.  Chandler 
SGT  Maze  Stallworth 
NEWBURGH 
SSG  Lloyd  D.  Anderson 
SFC  Glen  J.  Borek 
SSG  William  Smith 
NEW  YORK  CITY 
SSG  Gerald  Johnson 
SSG  Maurice  Jones 
SSG  Kenneth  Kemp 
SSG  Eduardo  Valcourt 

OKLAHOMA  CITY 

SSG  Chriss  R.  Moen 
PHILADELPHIA 
SSG  Andre  Spence 

PHOENIX 

SSG  Robert  L.  Canning  Jr. 
SGT  Tory  L.  Dean 
SSG  Todd  A.  Hodgins 
SSG  Randall  Jackson 
PITTSBURGH 
SGT  Ketrick  R.  Cropper 
SSG  Donald  K.  Ritzert 
SSG  J.  D.  Robinson 
SSG  Arthur  B.  Sweeney 


SGT  Gregory  L.  Williamson 
PORTLAND 
SSG  Mark  J.  Tessmer 
SSG  Robert  D.  Walters 

RALEIGH 

SGT  Michael  F.  Klecman  Jr. 
SGT  Michael  L.  Reid 
RICHMOND 
SSG  David  K.  Arnold 
SGT  Wesley  D.  Sherman 
SSG  Stanley  S.  Woodard 
SALT  LAKE  CITY 
SSG  Stuart  F.  Smith 
SANTA  ANA 
SSG  Steven  L.  Eckols 
SSG  Kermit  Gonzalez 
SSG  Jose  Mateo 
SSG  Arthuro  Ramos 
SSG  Manuell  Sanchez 
SFC  Darrell  Whitney 
SAN  ANTONIO 
SSG  Reinaldo  Cancelvega 
SGT  Fredrick  B.  Hudson 
SFC  Carey  C.  Schmidt 
SEATTLE 

SSG  J.  Kelly  Beauchamp 
SSG  Dino  A.  Genco 
SSG  Jack  P Iglesias  Jr. 
SSG  Richard  A.  Wills 
SYRACUSE 
SGT  Tony  M.  Betton 
SSG  Matthew  A.  Fullerton 
SGT  Carl  S.  Fulmore 
SSG  Sam  Heyward  Jr 
SGT  Randolph  S.  Paciorek 
SSG  Maurice  L.  Walker 


a A ’ 


24 


Recruiter  Journal 


RSC  Schedule 


October 

Cinema  Vans 

BALTIMORE,  Oct  14-25 
CHICAGO,  Oct  14  - 25 
CLEVELAND,  Oct  1 - 18 
DES  MOINES,  Oct  21  -25 
MIAMI,  Oct  8 - 25 
MINNEAPOLIS,  Oct  1 - 11 
MONTGOMERY,  Oct  1 - 25 
NEWBURGH,  Oct  14  - 18 
PITTSBURGH,  Oct  1 - 11 
RICHMOND,  Oct  1 - 11,  21  - 25 
SAN  FRANCISCO,  Oct  3 - 25 

Cinema  Pods 

ALBANY,  Oct  1 - 4 
BECKLEY,  Oct  1 - 25 
COLUMBUS,  Oct  1 - 28 
HARRISBURGH,  Oct  1 - 25 
HOUSTON,  Oct  1 - 25 
JACKSON,  Oct  7 -25 
MINNEAPOLIS,  Oct  14  - 25 
NEW  ORLEANS,  Oct  1 - 4 
NEW  YORK  CITY,  Oct  19  - 23 
NEWBURGH,  Oct  7 -15 

High  Technology  Exhibit  Van 
KANSAS  CITY,  Oct  1-11 
MILWAUKEE,  Oct  16-28 

November 

Cinema  Vans 

ALBANY,  Nov  18-22 
CINCINNATI,  Oct  29  - Nov  8 
DENVER,  Oct  29  - Nov  22 
DES  MOINES,  Oct  29  - Nov  18 
INDIANAPOLIS,  Nov  1 1 -25 
LANSING,  Nov  20-25 
LOS  ANGELES,  Oct  29  - Nov  21 
NASHVILLE,  Oct  29  - Nov  22 
NEWBURGH,  Oct  29  - Nov  15 
PORTLAND,  Nov  1-25 
SYRACUSE,  Oct  29  - Nov  8 

Cinema  Pods 

ALBANY,  Oct 29 -Nov  15 
CLEVELAND,  Nov  11-22 
COLUMBUS,  Oct  29  - Nov  22 
DALLAS,  Oct 30 -Nov  22 
LANSING,  Nov  5-15 
NEWBURGH,  Nov  18-25 
SALT  LAKE  CITY,  Oct  30  - Nov  25 
SAN  ANTONIO,  Oct  29  - Nov  22 

High  Technology  Exhibit  Van 
MILWAUKEE,  Oct  29  - Nov  8 
NEWBURGH,  Nov  11-15 
PHILADELPHIA,  Nov  19-24 


Answers  to  The  Test 


1.  B.  USAREC  Pam  350-7,  Figure  1-1 

2.  A.  USAREC  Pam  350-7,  para  3-1 

3.  C.  AR  601-210,  Table  4-1  d,  line  35 

4.  D.  AR  601-210,  Table  2-1,  Rule  F 2g 

5.  C.  AR  601  -21 0,  Table  2-1 , Rule  K 

6.  B.  USAREC  Cir  601-90,  para  8. 

7.  A.  USAREC  Reg  600-22,  para  5b(3)(d)(3) 

8.  D.  USAREC  Reg  600-22,  para  7f 

9.  B.  USAREC  Reg  600-22,  para  5b(4)(b) 

10.  D.  AR  601-210,  para  10-5 

1 1 . A.  AR  601  -21 0,  Table  2-1 , Rule  F 3c(6) 

12.  C.  USAREC  Reg  611-4,  para  7a(5) 

13.  B.  USAREC  Reg  601-94,  para  5 

14.  D.  USAREC  Reg  350-7,  para  4-3 

15.  B.  USAREC  Reg  350-7,  para  4-5b 


Second  Eclition 


OPPORTUNITIES 


Coming  Soon 


U.S.  Army 
Service 
as  an  Edge 
on  Life 


A a U 1 11  E p OR  COINS  F.  LING  V O L T H 


UNIVERSITY  OF  FLORIDA 


3 1262  09681  9072 


BE  ALL  YOU  CAM  BE.  1-800- USA  -ARMY 


